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Abstract
There is an assumed prototype for talent, yet the stereotype of one’s ethnicities influences the 
prototype. Stereotypes are therefore a discriminating factor limiting people’s ability within the
workforce. For Pacific Peoples in New Zealand, since the early migratory outset, they continue
to feature heavily in deprivation statistics. Pacific People are New Zealand’s lowest median 
income earner, at the benefit of New Zealand’s society and economy. Although it is critical to
examine the stereotypes of the various ethnicities in the high skilled workforce, stereotyping 
and the resultant discrimination are under-researched in the Talent Management field.
Therefore, this research explores the effects of stereotypes in talent identification through the
case of Pacific Peoples in New Zealand. It concludes that stereotypes negatively influence the
decision-making process to identify talented employees. It contributes to establish diversity-
oriented policies for policy makers and expand our knowledge on the prejudicial effects of
societal stereotypes in the workforce.   
Keywords: Pacific Peoples, Stereotype, Discrimination, New Zealand, Talent Management, 
Prejudicial effects.
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Introduction
There were only an estimated 2,200 Pacific Peoples living in New Zealand in 1945 but this has
rapidly evolved with Pacific Peoples accounting for 7.4% of the population in 2013 and
predicted to rise to 10% in 2038, making Pacific Peoples New Zealand’s fourth largest ethnic
group (Pasifika Futures, 2017). Although six out of ten Pacific Peoples are New Zealand born, 
many Pacific Peoples continue their culture and beliefs as that practiced in the Islands (Ministry
of Pacific Peoples, 2018). New Zealand’s pan-Pacific landscape started after World War II
where a shortage in labour resulted in the arrival of Pacific people to fill the gap of the departed
soldiers (Challis, 1973). 
However, during the seventies Pacific People were subjected to ‘Dawn Raids’ which 
saw many people subjected to violent home searches by immigration and police with the
intention to remove over-stayers (NZ Herald, 2015). The Pacific influx in the seventies also
came at a time whereby New Zealand was in an economic recession, with high employment 
and poor social circumstances (Andrew, 2019; NZ Herald, 2015). Many felt the government 
used the Pacific Peoples as a point of blame for the conditions New Zealanders were facing 
(Andrew, 2019; NZ Herald, 2015). 
This resulted in Pacific Peoples being subject to prejudice and being termed as part of 
the ‘brown’ problem (NZ Herald, 2002; Ross, 1994). This was also fuelled by negative
connotations from the media which were adding to the racialisations of Pacific Peoples which 
is considered originating from colonialisms (Ross, 1994). They were portrayed as ‘inferior’ 
and associated with ‘social problems ranging from drunkenness and violence to overcrowding’
(Ross, 1994, p. 22). New Zealand has attempted to improve the outcomes for Pacific Peoples 
with the formation of the Ministry of Pacific Peoples in 1990, formerly known as the Ministry
of Pacific Island Affairs, whom act as the principle advisor for policies and interventions
(Ministry of Pacific People, 2019). 
Evidently, in order for Pacific Peoples to advance from this detriment, it has been
repeatedly acknowledged that Pacific Peoples choose qualifications and employment in higher 
demand industries and shift from low to high skilled jobs within high growth industry
sectors, but this is yet to come to fruition. Reasons for the continued under achievement within
these high growth and high skilled industries have been overly discussed. However, few
acknowledge how the perceived stereotype of Pacific Peoples in the New Zealand society is a
discriminatory limitation to their advancement. There is an apparent knock on affect from the 
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perception which can result in prejudicial outcomes and for Pacific Peoples and this should be
considered as a factor towards attainment of higher skilled roles, therefore higher paid roles.
Yet, the economic position of Pacific Peoples has had only slight improvements since
the formation of the Ministry. Pacific Peoples still remain the lowest median income earner
and are more likely than the rest of the population to state they do not have enough money to 
meet their everyday needs (Ministry of Pacific Peoples, 2018; Statistics New Zealand, 
2016). These concerning results coincide with the statistics that reveal Pacific Peoples are
overrepresented in low skilled and low paid jobs (e.g., trade workers, manufacturing, 
construction, carers etc.) and conversely underrepresented in high paid and high growth jobs 
such as managerial and professional roles (Ministry of Pacific Peoples, 2018). 
Inequality is a limiting factor for people to contribute to society and the economy, and
for the future of Pacific Peoples, it is not equitable to continue this path of over-representation
within detrimental areas (Daldy, Poot & Roskruge, 2013; Ministry of Pacific Island Affairs 
2010). For the Pacific migrants, New Zealand born or not, how they are perceived as talent is
a critical factor for them obtaining work and income within the New Zealand private and public
workforce. Misjudging talent could lead to the underutilization of talent in economies which
have become increasingly global and knowledge based such as that like New Zealand (Esses
et al., 2014). 
Although the underachievement has been discussed (Equal Opportunities Trust, 2011;
Harr, 2019; Ministry of Pacific Island Affairs, 2010; Ministry of Pacific Peoples, 2018; Nash, 
2000; Sim & Marriott, 2014; Theodore et al., 2018), few acknowledge how the perception of 
Pacific Peoples the New Zealand society, which was possibly shaped during the ‘dawn raid’
era and the misconceptions about cultural norms, is a continuing limitation to their
advancement. There are multiple aspects which contribute to the under achievement within the 
high skilled role area, this research only considers whether the stereotype researched by Sibley
et al., (2011) has had implications for Pacific People obtaining high skilled roles. It leads to the 
following two research questions:
RQ 1. What is the effect of the New Zealand stereotype of Pacific Peoples with the workforce
 
in Talent Management?

RQ 2. How is the stereotype a limitation for Pacific People obtaining high skilled 

occupations?
 
The article is structured as follows: the next section discusses how the established
literature views the current stereotype of Pacific People and its impact on talent identification 
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process. Secondary data collection and analysis are explored which followed by a discussion 
and conclusion. A series of implications for policy makers, study limitations, and possible
direction for further researches are presented.   
Literature Review
Current Stereotype of Pacific People 
The stereotype of Pacific Peoples in New Zealand has been analysed by Sibley et al., (2011) 
who applied the Stereotype Content Model (Fiske, Cuddy, Glick & Xu, 2002) to examine the 
societal stereotypes of New Zealand’s four main ethnic groups: New Zealand European, Maori,
Asian and Pacific Peoples. It was revealed by Sibley et al., (2011) that Pacific Peoples are
stereotyped as highly warm but low in competence (p. 32), they also elicit pity and be actively
facilitated by other groups in society but also are passively harmed (p. 34).
Competence regarded by Fiske, Cuddy, Glick and Xu (2002) has the traits of 
‘ambitious, confident, intelligent and practical’, which are all critical within any sort of talent
advancement but also scholarly achievement (Pringle, Lyons & Booker, 2010). Therefore, it
could be argued that Pacific Peoples are regraded the reverse of these traits; incapable, useless,
unintelligent. 
From the study, it could be considered that Pacific Peoples are positioned within the
mixed stereotype content of Paternalistic, and this stereotype can allow for more traditional 
types of prejudice such as ambivalent racism (Fiske, Cuddy, Glick & Xu, 2002). Ambivalent 
racism carries the perceptions of incompetence, laziness and violating work ethic and has 
notions of a disliking and predispositions towards the outer groups (ibid, 2002). The results of 
the Sibley et al., (2011) research also concluded that New Zealand Europeans were considered
that highly warm and highly competent, and that they are regarded as a high status group.
The demeaning perception for Pacific Peoples is further acknowledged in research by
Sibley and Ward (2013) which highlighted that other ethnic groups (New Zealand Europeans, 
Asians and Maori) considered Pacific Peoples as low risk in regards to perceived resource
threat and competitiveness for jobs.
There has been no follow up research since the 2011 study to examine current 
stereotype of Pacific Peoples.
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Stereotype within Talent Identification Process
The stereotype which Pacific People have been labelled as can be having a direct affect in how
they are perceived a talent. The perception of talent is critical when obtaining high skilled roles
within the workplace. Studies have revealed that certain ethnicities are perceived as superior
talent than others for certain roles such as managerial roles (leadership) within the workplace
(Gundemir, Homan, de Dreu, & van Vugt, 2014; Leonardelli, Phillips & Rosette, 2008; Lowe, 
2013). 
Although there has been some change, Caucasian males still continue to dominate 
managerial positions within companies and government organizations (Lowe, 2013; 
Leonardelli, Phillips & Rosette, 2008). This perception of talent (and argued as predetermined
talent) is supported by Gundemir, Homan, de Dreu and van Vugt (2014) who state that ethnic
minorities (within the Western world) do not fit the predominant image or prototype of a leader
(p.1).
Lowe (2013) adds that certain ethnicities do not match the conscious and unconscious 
leadership prototype (p.153). Further research indicates that the more prototypical an
individual is, the more they are perceived as an effective leader (Hogg, 2001). Traits for this
leadership are usually associated with more masculine connotations of taking charge, problem 
solving, influencing upward and delegating with entrepreneurial and commercial thinking
(Ergle, 2015). The role of professionals (e.g., doctors, accountants, lawyers etc.) can also be
regarded as having a set perception about its talent requirements as they are often regarded as 
also relating to the masculine traits (Kee & Wilbourn, 2010; Himmelstein & Sanchez, 2016).
On comparing these traits of a prototypical leader, Pacific Peoples and their associated 
cultural norms, could be regarded as identifying with more feminine traits which resemble 
those traits displaying low competence such as low status, non-competitive and sympathy
(Fiske, Cuddy, Glick & Xu, 2002). Common Pacific cultural practices are described through
the work by Fijian Unaisi Nabobo in her work title Cultural values and some implications for 
classroom learning in the Pacific (1998), she describes the Pacific culture as adopting a shared
vision where there is an emphasis on the whole unit, interrelated, or communal good rather
than that of an individual aspiration or individual achievements, this includes caring after 
children both by males and females. Humility is expressed through one’s generosity and
sharing, and in the sense to make oneself unremarkable rather than noteworthy. She continues
to describe how maintaining good relationships are a fundamental part of Pacific culture, even 
to the extent that competition with other individuals reflects improper socialisation. Generally, 
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in Pacific cultures learning occurs by participation communally, imitation and observation, 
traits which do not fit the considered prototype for managerial roles. Furthermore, the Pacific
prides itself on respect, humility, through sharing, the consensus and reciprocity of all
contributing to the maintaining of relationships (Nabobo, 1998).
Understanding Pacific Peoples culture and paradigms is essential for understanding the 
decisions they make to participate in society (Arditi, 1994). McLeod (2008) discusses culture
as being learned, it is a social construct and that it is complex to which there are various
elements and ever changing, however McLeod explains in the Pacific it is deemed as being 
static, that it is to be protected and that custom and tradition are linked. The stereotype of
Pacific Peoples ‘low competence but highly warm’ could also have been influenced by the
misunderstanding of these cultural norms.
Talent Discrimination
People who are not regarded as talent could be considered as being discriminated against.
Discrimination, a behaviour by-product from the resulting stereotype (Fiske & Lee, 2008), can
be defined as an individual feeling that they have been treated unfairly because of their
membership of a particular social category (Banerjee, 2008, p. 384). These social categories
can include that of ethnicity, age, gender, sexual orientation (Daldy, Poot & Roskruge, 2013).
Ethnic origin as classed by the European Union; Eurobarometer Discrimination Survey is
ranked as the number one reason for discrimination in 2012 and 2015 (European Union Open 
Data, 2012; European Union Open Data, 2015). Discrimination occurs in all facets of the 
workplace through avoidable and unfair differences in the recruitment, selection and 
interviewing, allocation of jobs, role ambiguity, performance reviews, training, promotions,
remuneration, dismissals, resignations and seniority (Trenerry, Franklin & Paradies, 2012). 
Discrimination in these areas of talent management has a negative impact on the 
subject, which has shown to result in lower wages and higher unemployment and is common 
in both the private and public sectors (Daldy, Poot & Roskruge, 2013; Land & Lehmann, 2012).
Discrimination, although most common in recruitment (which is possibly the result of better
reporting), happens throughout the workforce and in day to day interactions with employees
(Daldy, Poot & Roskruge, 2013). Although formal policies are intended to combat these issues,
knowing about biases may not automatically change behaviour and the perspectives of others
(Kulik & Roberson, 2008; Noon, 2018). Therefore, this research investigates whether Pacific
People are discriminated in talent identification process. 
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Methods
The process of theory development can arise from two different approaches; inductively or
deductively, this research adopts an inductive approach. Inductive is used to develop a theory
from the case studies and data collected, this helps to develop an understanding of the social 
world (Best, 2013; Saunders, Thornhill & Lewis, 2016). An inductive approach allows a closer
understanding of the research context, helps with the gathering of qualitative data and provides
flexibility to the research as it progresses (Saunders, Thornhill & Lewis, 2016). This approach 
desires to detect new phenomena and new patterns in the data that may not have been 
acknowledge before (Woo, O'Boyle & Spector, 2017). 
Additionally, the research uses a qualitative technique to examine if the stereotype of
Pacific People is a limitation for them to be perceived as talent and is therefore discriminating
them in advancing into higher skilled roles. 
Source of data 
The secondary data used is in the form of past research documents that covers an eighteen year
period. These researches were conducted by a combination of Government Authorities and
New Zealand based case studies. 
A process of Thematic Analysis is applied to analyse the qualitative data as it is deemed
that its greatest strength is that it uses a pragmatic approach and this flexibility allows the
researcher to explore themes that can be used for further research and interpret various aspects 
of the research topic (Guest, MacQueen & Namey, 2012; Braun, 2006). Thematic analysis has 
been described as a widely used but there appears to be no set way about doing it, moreover
can be seen as data being described as data which is subjected to qualitative analysis for
commonly recurring themes (Attride-Stirling, 2001; Braun, 2006; Tucket, 2005). The process
thematic coding analyses the case study to link common ideas and endeavours to establish a
framework of thematic ideas (Denscombe, 2015; Gibbs, 2007). The inductive approach codes
the data without trying to make it fit into the pre-existing coding frames and the analytical
preconceptions of the intended report of research. 
As the data is secondary, the themes identified may bear little relationship to the 
questions that are asked of the participants, as the questions initially asked are not driven by
this research area and topic (Patton, 1990). However, as the topic can be sensitive for
participants and as this topic has not explored well in the talent management field, analysing
secondary data is appropriate. 
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Analysis 
Coding is the analysis of the qualitative data identifying a feature in the data that appears to be
relevant to the research question and is organized into meaningful groups but differs from the 
themes which are broader (Braun, 2006; Tuckett, 2005). An example of the coding conducted
in this research can be shown in Table 1. 
The coding followed a generalized framework which was assessed manually and 
synthesised into central themes (Bryman, 2012). Moreover, the theme was not needed to be
relative to frequency and quantifiable within the data but rather determined by the researcher 
as capturing the importance of the theme in the overall crux of the data (Guest, MacQueen &
Namey, 2012). The themes identified in the case studies is therefore important to providing 
essential contextual evidence from the data.
Table 1. Example of thematic coding technique
CASE STUDY AUTHOR YEAR CODE DESCRIPTION THEME 
Ethnic Group
Stereotypes in New
Zealand
Sibley and
colleagues
2011
[T1-S] 
Stereotype
“highly warm but low in
competence”
[T1] 
Inapt Talent
Measuring the
preconditions for a
“in my opinion more good jobs 
successful 
[T2-L] for Pacific Islanders (Pacific [T2] 
multicultural Sibley and Ward 2013
Limitation Peoples) means fewer good jobs Discrimination
society: A
for members of other groups”
Barometer test of
New Zealand
Pacific Peoples
Workforce
Challenge
Ministry of
Business
Innovation and
Employment; The
Southern
Initiative; The
Auckland Co-
Design Lab
2018
[T1-S] 
Stereotype
“distance themselves from their 
real selves, in order to be
respected by other colleagues”
[T1]
Inapt Talent
“In my department, Maori and
Exploring the
Pacific Islanders are rare in the
Ethnic Pay Gap in
Haar; Ministry of [T2-L] management level. The Pakeha [T2] 
the Public 2019
Pacific Peoples Limitation managers can’t understand the Discrimination
Services: Voices 
cultural differences. It is hard to
from the Rito
get higher in the Public Sector”
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Exploring the
Ethnic Pay Gap in
the Public
Services: Voices 
from the Rito
Haar; Ministry of
Pacific Peoples
2019
[T1-S] 
Stereotype
“My perception of my
Department is that ‘people of
colour’ are put into ‘softer’ 
areas”
[T1]
Inapt Talent
Findings and Discussion
The perception of Pacific Peoples in New Zealand’s workplace and the resulting 
limitation 
As the literature analysed, a viewed stereotype of Pacific Peoples in New Zealand was that of
being ‘highly warm but low in competence’ (Sibley et al., 2011). Although Sibley et al., (2011)
research was of the general public with no set context, the data collected for this research
expressed similar dimensions and supports stereotyped view of Pacific People. However, more
importantly, the limitation resultant from the stereotype was discrimination, and it is
recognised in the following findings. 
The EEO Trust (2011) research title “Career Futures for Pacific Peoples”
acknowledged there are limiting discriminating factors for Pacific People in the workplace to 
advance due to ‘lack of recognition of Pacific Peoples values and culture’ and ‘appreciation 
for the value of diversity’. Additionally, young Pacific workers felt they are alienated, they do
not fit into workplaces and often feel their ideas are ignored and undervalued. 
The Equal Opportunities Trust (2011) report which was prompted by the 
commitment of concerned parties to enhance the engagement of young Pacific workers,
revealed that Pacific Peoples felt the stereotype of their culture was a large factor limiting their
desire to participate within the workplace. The Pacific youth felt high levels of discrimination 
on the basis of ethnic and cultural background in their workplace, a level of 42% compared to 
New Zealand Europeans of 16% (p. 15). Their stereotype making them feel less engaged within 
the workplace and therefore inapt for the talent required. 
The stereotype and resulting behaviour of discrimination within the workforce were
also evident within the Southern Initiative report Pacific Peoples Workforce Challenge
(2019). It aimed to accelerate the advancements of Pacific People in the workforce had 
identified that many Pacific People feel as if they are facing a bias and reflects how talent is
perceived in the workplace (refer to Stereotype within Talent):
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“I feel like I am up against an unconscious bias and have to work even harder to prove
myself. But when I feel accepted as a Pacific Islander, I can achieve anything” (p. 14)
“As a Pacific person they had to work harder to prove themselves” (p. 14)
“Distance themselves from their real selves, in order to be respected by other 
colleagues” (p. 14)
The first statement appears that although they are obviously a proud Pacific person, but because
of the perception and resulting stereotype, it appears their competence is questioned within the 
workplace. The second and third statements reveal aspects of how talent is perceived within
their workplace, that they do not fit the prototype of what is expected and feel they have to 
change their Pacific identity to suit the status quo. It also supports the notion of a paternalistic
stereotype, whereby this Pacific person has identified that their workplace supports favouritism
towards the in-group and a dislike for the negative trait outer groups, therefore one’s self must
change in order to succeed (Fiske, Cuddy, Glick & Xu, 2002). 
The stereotype was even felt at the outset of getting a job:
“One person found it difficult to get a job interview due to an island name. They
changed to their maiden name and instantly got interviews” (p. 14) 
“When they (HR recruiters) look at the last name and they can’t pronounce it they just
think that they probably can’t speak English” (p. 14)
A recent report by Haar (2019) Voices from the Rito which focused on the ethnic pay gap
within the public sector also supports the stereotype and is expressed by the following excerpts 
from the interviews undertaken for the research. Discrimination is clear when progressing in 
their careers. 
“For us Pacific people in particular, we like to Manakitanga (look after, give support, 
give generously) and give hospitality to guest, it comes naturally. But we are thus the
ones to do the dishes, look after guests and others ‘step back’ because others (Pakeha­
11
 
 
 
 
   
    
 
      
    
     
    
 
  
        
  
         
        
     
     
       
         
 
     
     
       
     
   
 
   
     
       
   
 
      
    
    
  
New Zealand European) expect it of you. This can harm one’s career, we don’t look 
like senior leaders, do we” (p. 26)
This highlights the stereotype within the workplace that Pacific People are perceived
as warm, but in a sense submissive or only capable of feminine qualities (Ergle, 2015; Hackman 
et al, 1992). However, these qualities are a fundamental part of the Pacific culture and could 
be considered rather transactional traits (Ergle, 2015; Hackman et al, 1992; Unaisi Nabobo, 
1998).
This statement also emphasises the misconception of cultural differences, and how this 
can add to a negative stereotype of Pacific Peoples, rather than attributing it to the positive
aspects of Pacific Peoples customs of humility and respect (Unaisi Nabobo, 1998). 
It can be further acknowledged by the literature which supports the idea that Pacific
People are still being treated with the traces of ‘colonial racialisations’ and that they are not
competent for higher professions or roles. Belittling an outer-group with mundane tasks does
not fit with the predetermined masculine leadership traits of taking charge or delegating.
Furthermore, also does not appear that this statement is a workplace to be facilitating and 
supporting or improving a diverse workplace culture which is congruent with literature review
in this paper. 
The following excerpt from Voices from the Rito is concerning, considering the
statement was taken from a public servant whereby one assumes formal policies and diversity
training would be heavily implemented. Additionally, the report was only commissioned last
year. This strengthens the claim that although knowing about biases may not automatically
change behaviour and perspectives (Kulik & Roberson, 2008; Noon, 2018).
“Through different times of my career people make assumptions. Often Pacific people
are headed off into ‘people’ dominant areas i.e., relationships etc. My perception of my
Department is that ‘people of colour’ are putting into ‘softer’ areas. These are softer
areas and not important and actually harm the career [paid much less]!” (p. 26)
These soft areas could be acknowledged as lower competence areas or areas that 
warmer people are needed, further supported by the leader and professional literature that 
minorities do not fit the prototype, and do not display the more masculine traits (Unaisi
Nabobo, 1998).
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The soft areas could also be referenced to Czopp and Walzer (2011) research, in that 
competence is measured differently according to race. Competence for Pacific People is
possibly judged through different elements which has led to the determination they are suited 
for softer areas within the workplace, however again this is a stereotype referring to every
Pacific Peoples as the same, rather than of individuals. 
Ambivalent racism could be considered in the following statements which carried the 
perception of incompetence, laziness and violating work ethic and also carriers the notions of 
a disliking and predispositions towards this outer group (Fiske, Cuddy, Glick & Xu, 2002).
Discrimination can be read in the below abstracts whereby this is a limiting factor to 
advancement for Pacific Peoples (continuation from Voices from the Rito). 
“So, I think there is an inherent bias. Pacific peoples are smiling and like jokes etc. but 
the substance to them is often missed. I don’t know if we value these different traits
enough.” (p. 35) 
Furthermore;
“My experience is that there are different expectations for those at the top. There are
lower expectations towards Pacific and Maori employees, and Asians. I see power as
being (largely) held by white male leaders and this is detrimental to the extent of bias
and discrimination” (p. 26)
“In my department, Maori and Pacific Islanders are rare in the management level. The
Pakeha managers can’t understand the cultural differences. It is hard to get higher in
the Public Sector. Maori and Pacific Islanders in the Tier 2 roles – they are a very
small percentage compared to the mainstream roles” (p. 26)
These quotations also support how social status assumes competence and that is held 
by the Caucasian male leaders who are in a position of wealth or power (Fiske, Cuddy, Glick 
& Xu, 2002). This also can be considered that when the Pacific People do succeed in their
career, the stereotype may change with social pressures from pity to envious and then are seen 
as a competitive threat. 
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Conclusion 
This research contained various interlinking factors which attempted to understand whether the
stereotype of Pacific People is a factor that perceives them to be inapt as talent. It further
attempted to analyse whether Pacific People are limited by the resulting behaviour towards 
their stereotype, that being discrimination. 
The stereotype content model was discussed and applied to the New Zealand context. 
It was explored that the current stereotype of Pacific People; low competence and high warmth, 
could have developed from the subjective history which saw Pacific Peoples face the effects 
from racialisation and colonialisms. The Dawn raids were possibly the catalysts for such 
thoughts and opinions of Pacific Peoples which has led to the paternalistic response.
The stereotype could also have been influenced by Pacific peoples having a culture
which is representative of more feminine qualities, that possibly their resulting actions or how
they operate within the workplace are not considered the prototype or the fit that companies
believe that is of talent. The high skilled occupations were deemed to have masculine traits and
that there is a certain prototype towards the talent required for this level. However, the feminine 
qualities that Pacific People display should be viewed as a leadership asset, and essential for
managerial positions that requires a transactional leadership. 
The response to the stereotype allows for the more traditional form of prejudice such
as ambivalent racism which carries the perception of incompetence, laziness and violating 
work ethic. These traits do not fit with the regarded view of talent which the research explored 
how there is a formed belief that there is a fixed prototype for higher skilled roles. It was
concluded that the traits required to be regarded as talent for a manager or professional 
occupation appears to be similar to the competence traits discussed in the Stereotype Content 
Model (Fiske, Cuddy, Glick & Xu, 2002).
The research findings highlighted that there appeared to be a negative perception of 
Pacific Peoples within the workforce. People felt they were treated differently due to their 
ethnicity, or they even attempted to hide their culture to be accepted within the workplace. It 
was clear that there was experiences where Pacific People feel like they were not meeting the 
status quo or prototype. Even in the public sector, where it would be expected it would be
leading agency for formal policies and training, it appears to still have problems dealing with
diversity as it is mentioned in several quotations from the data.
This research contributes to make sound political decisions. To effectively facilitate an
effective stereotype change of Pacific Peoples, the Government will have to be more supportive
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of migrants by educating the public about diversity. Diversity in New Zealand should also be
looked at the view from the case of morality rather than from abiding a policy, law or business 
case. Organisations need to start viewing talent as both innate and learned, that potential does
not exist of what someone does or does not do but how another person can view their
motivations and enhance it into performance and success (Dominick and Gabriel, 2009). 
The under achievement for Pacific People is ongoing and even with implementation of 
the Ministry and policies, it does not explain why this continues within New Zealand 
‘equalitarian’ society. Therefore, a qualitative research to explore the reasons why this 
continues within New Zealand society firmly expands the real knowledge. 
15
 
 
 
 
 
 
    
  
 
 
 
   
 
  
  
 
 
 
 
 
 
 
 
  
 
  
 
  
 
 
  
 
 
 
  
  
 
  
 
References 
Academic Induction. (2019). Plagiarism and Turnitin - Academic Induction. [online]
Available at: http://blogs.coventry.ac.uk/academic-induction/2014/09/16/plagiarism-turnitin/
[Accessed 12 Aug. 2019].
Almalki, S. (2016). Integrating Quantitative and Qualitative Data in Mixed Methods
Research—Challenges and Benefits. Journal of Education and Learning, 5(3),288.
Andrew, M. (2019). Dawn Raids – Pasifika ‘liberated’ to talk about painful past | Asia 
Pacific Report. [online] Asiapacificreport.nz. Available at:
https://asiapacificreport.nz/2019/04/10/dawn-raids-pasifika-liberated-to-talk-about-painful­
past/ [Accessed 13 Aug. 2019].
Archive Statistics New Zealand. (2011). Perceived group discrimination. [online] Available 
at: http://archive.stats.govt.nz/browse_for_stats/snapshots-of-nz/nz-social­
indicators/Home/Perceived%20discrimination/grp-discrim.aspx [Accessed 11 Aug. 2019].
Archive Statistics New Zealand. (2012a). Skill levels of New Zealand jobs. [online] Available 
at: http://archive.stats.govt.nz/browse_for_stats/income-and­
work/employment_and_unemployment/skills-employed-people.aspx [Accessed 15 Aug. 
2019].
Archive Statistics New Zealand. (2012b). Working together: Racial discrimination in New
Zealand. [online] Available at:
http://archive.stats.govt.nz/browse_for_stats/people_and_communities/asian-peoples/racial­
discrimination-in-nz.aspx [Accessed 11 Aug. 2019].
Archive Statistics New Zealand. (2014). Perceived personal discrimination. [online]
Available at: http://archive.stats.govt.nz/browse_for_stats/snapshots-of-nz/nz-social­
indicators/Home/Perceived%20discrimination/pers-discrim.aspx [Accessed 11 Aug. 2019].
Archive Statistics New Zealand. (2019a). Household Labour Force Survey. [online]
Available at: http://archive.stats.govt.nz/browse_for_stats/income-and­
work/employment_and_unemployment/household-labour-force-survey-info-releases.aspx
[Accessed 12 Aug. 2019].
Archive Statistics New Zealand. (2019b). Occupation. [online] Available at:
http://archive.stats.govt.nz/methods/classifications-and-standards/classification-related-stats­
standards/occupation.aspx [Accessed 12 Aug. 2019].
Arditi, J. (1994). Geertz, Kuhn and the idea of a cultural paradigm. (sociologists Thomas 
Kuhn and Clifford Geertz). The British Journal of Sociology, 45(4), 597–617.
16
 
 
 
 
  
 
  
  
 
 
  
   
 
 
  
  
 
 
 
    
 
 
    
 
  
 
 
 
 
 
 
 
  
 
 
   
 
 
  
 
Attride-Stirling, J. (2001). Thematic networks: an analytic tool for qualitative 
research. Qualitative Research, 1(3), 385–405.
Banerjee, S. (2008). Corporate social responsibility: The good, the bad and the ugly. Critical 
Sociology, 34(1), 51-79. 
Best, S. (2013). Understanding and doing successful research: data collection and analysis for
the social sciences. London; Routledge.
Bezrukova, K., Jehn, K. A., & Spell, C. S. (2012). Reviewing diversity training: Where we
have been and where we should go. Academy of Management Learning & Education. 11(2), 
207-227.
Björkman, M & Ehrnrooth. (2010). How do MNCs establish their talent pools? Influences on 
individuals’ likelihood of being labelled as talent. Journal of World Business, 45(2), 134– 
142.
Braun, V. & Clarke, V. (2006) Using thematic analysis in psychology. Qualitative Research 
in Psychology, 3 (2), 77-101.
Bryman, A. (2012). Social research methods 4th ed., Oxford; New York: Oxford University
Press.
Challis, R. (1973). Pacific Islanders in New Zealand. Ekistics, 36(213), 139–144.
Daldy, B., Poot, J. and Roskruge, M. (2013). Perception of Workplace Discrimination 
Among Immigrants and Native-Born New Zealanders. Australian Journal of Labour 
Economics, 16(1), 137–154.
Denscombe, M. (2017). The good research guide for small-scale social research projects. 
6th ed. Maindenhead: Open University Press.
Diener, E., and Crandall, R. (1978). Ethics in social and behavioral research. Oxford, 
England: U Chicago Press.
Diversity Works New Zealand (2014). New Zealand Workplace Diversity Survey. [online]
New Zealand Charities Commission. Available at: https://diversityworksnz.org.nz/case­
studies/2018-diversity-awards-nz/ [Accessed 15 Aug. 2019].
Diversity Works New Zealand (2015). New Zealand Workplace Diversity Survey. [online]
New Zealand Charities Commission. Available at: https://diversityworksnz.org.nz/case­
studies/2018-diversity-awards-nz/ [Accessed 15 Aug. 2019].
Diversity Works New Zealand (2016). New Zealand Workplace Diversity Survey. [online]
New Zealand Charities Commission. Available at: https://diversityworksnz.org.nz/case­
studies/2018-diversity-awards-nz/ [Accessed 15 Aug. 2019].
17
 
 
 
 
 
  
 
 
  
 
 
  
 
 
 
  
 
  
 
  
  
 
 
  
  
 
 
   
 
 
 
 
 
  
 
  
  
 
Diversity Works New Zealand (2017). New Zealand Workplace Diversity Survey. [online]
New Zealand Charities Commission. Available at: https://diversityworksnz.org.nz/case­
studies/2018-diversity-awards-nz/ [Accessed 15 Aug. 2019].
Diversity Works New Zealand (2018). New Zealand Workplace Diversity Survey. [online]
New Zealand Charities Commission. Available at: https://diversityworksnz.org.nz/case­
studies/2018-diversity-awards-nz/ [Accessed 15 Aug. 2019].
Diversity Works New Zealand (2019a). New Zealand Workplace Diversity Survey. [online]
New Zealand Charities Commission. Available at: https://diversityworksnz.org.nz/case­
studies/2018-diversity-awards-nz/ [Accessed 15 Aug. 2019].
Diversity Works. (2019b). Home. [online] Available at: https://diversityworksnz.org.nz
[Accessed 11 Aug. 2019].
Dominick, P. & Gabriel, A. (2009). Two sides to the story: An interactionist perspective on 
identifying potential. Industrial and Organizational Psychology, 2,430–433.
Dries, N. (2013). The psychology of talent management: A review and research 
agenda. Human Resource Management Review, 23(4), 272–285.
Durante, F., Fiske, S., Kervyn, N., Cuddy, A., Akande, A., Adetoun, B., Adewuyi, M., 
Tserere, M., ; Ramiah, A., Mastor, K., Barlow, F., Bonn, G., Tafarodi, R., Bosak, J., Cairns, 
E., Doherty, C., Capozza, D., Chandran, A., Chryssochoou, X., Iatridis, T., Contreras, J., 
Costa-Lopes, R., González, R., Lewis, J., Tushabe, G., Leyens, J., Mayorga, R., Rouhana, N., 
Castro, V., Perez, R., Rodríguez-Bailón, R., Moya, M., Morales Marente, E., Palacios 
Gálvez, M., Sibley, C., Asbrock, F. & Storari, C. (2013). Nations' income inequality predicts 
ambivalence in stereotype content: how societies mind the gap. The British journal of social
psychology, 52(4), 726–746.
Durante, F., Tablante, C. & Fiske, S. (2017). Poor but warm, rich but cold (and competent): 
Social classes in the stereotype content model. Journal of Social Issues, 73(1), 138-157.
Equal Opportunities Trust (2011). Specifically Pacific: Engaging Young Pacific Workers. 
New Zealand Government.
Ergle, D., (2015). Perceived feminine vs masculine leadership qualities in corporate
boardrooms. Organizacijø Vadyba: Sisteminiai Tyrimai, 74(74), 41–54.
Esses, V., Bennett-Abuayyash, C., Lapshina, N., Fiske, S., Borgida,E. & Major, B.
(2014). How Discrimination Against Ethnic and Religious Minorities Contributes to the 
Underutilization of Immigrants’ Skills. Policy Insights from the Behavioral and Brain 
Sciences, 1(1), 55–62.
18
 
 
 
 
  
   
 
  
 
 
 
  
 
 
 
     
 
 
 
  
 
 
 
 
 
   
 
  
  
 
 
  
 
 
  
  
 
 
  
 
 
 
 
 
Esses, V., Hamilton, L.K., & Gaucher, D. (2017) ‘The Global Refugee Crisis: Empirical 
Evidence and Policy Implications for Improving Public Attitudes and Facilitating Refugee
Resettlement’, Social Issues and Policy Review, 11 (1), 78-123. 
European Union Open Data. (2012). Special Eurobarometer 296: Discrimination in the
European Union: Perceptions, Experiences and Attitudes - ecodp.common.ckan.site_title. 
[online] Available at: http://data.europa.eu/euodp/en/data/dataset/S656_69_1_EBS296 
[Accessed 17 Aug. 2019].
European Union Open Data. (2015). Special Eurobarometer 296: Discrimination in the
European Union: Perceptions, Experiences and Attitudes - ecodp.common.ckan.site_title. 
[online] Available at: http://data.europa.eu/euodp/en/data/dataset/S656_69_1_EBS296 
[Accessed 17 Aug. 2019].
Faizan, R., Nair, L., & Ul Haque, A. (2018). The Effectiveness Of Feminine And Masculine
Leadership Styles In Relation To Contrasting Gender's Performances. Polish Journal of 
Management Studies, 17(1), 78–92.
Fiske, S. (1993). Controlling Other People. American Psychologist, 48(6), 621–628.
Fiske, S. T. (1998). Stereotyping, prejudice, and discrimination. In D. T. Gilbert, S. T. Fiske, 
and G. Lindzey (Eds), The Handbook of Social Psychology. 4 (2), 357–411. New York: 
McGraw-Hill. 
Fiske, S & Lee, T. (2008). Stereotypes and prejudice create workplace discrimination. 
In Diversity at Work. Cambridge University Press, pp. 13–52.
Fiske, S., Cuddy, A., Glick, P., & Xu, J. (2002). A model of (often mixed) stereotype content: 
Competence and warmth respectively follow from perceived status and competition. Journal
of Personality and Social Psychology, 82(6), 878-902.
Foster, S. & West, F. (2016). Pacific Islands | region, Pacific Ocean. [online] Encyclopedia 
Britannica. Available at: https://www.britannica.com/place/Pacific-Islands [Accessed 11 
Aug. 2019].
Garavan, T., Carbery, R. & Rock, A. (2011). Mapping talent development: definition, scope
and architecture. European Journal of Training and Development. 36(1), 5-24. 
doi:10.1108/03090591211192601. ISSN 2046-9012
Gibbs, G. (2007). The Sage qualitative research kit. Analyzing qualitative data. Thousand 
Oaks, CA, : Sage Publications Ltd.
GOV.UK. (2019). Data protection. [online] Available at: https://www.gov.uk/data-protection 
[Accessed 12 Aug. 2019].
19
 
 
 
 
  
 
 
   
 
   
 
 
 
  
 
 
 
  
  
 
 
 
 
 
  
 
 
 
   
 
 
 
  
 
 
  
 
  
 
 
 
 
 
 
 
 
Guest, G., MacQueen, Kathleen M & Namey, Emily E. (2012). Applied thematic analysis, 
Los Angeles: Sage Publications.
Gundemir, S., Homan, AC., de Dreu, CKW & van Vugt, M. (2014) Think Leader, Think 
White? Capturing and Weakening an Implicit Pro-White Leadership Bias. PLoS ONE, 9(1), 
https://doi.org/10.1371/journal.pone.0083915.
Haar, J. (2019). Exploring the Ethnic Pay Gap in the Public Services: Voices from the Rito. 
Pou Matawaka, Wellington, New Zealand 
Hackman, M., Furniss, A., Hills, M. & Paterson, T. (1992). Perceptions of gender-role
characteristics and transformational and transactional leadership behaviours. Perceptual and 
Motor Skills, 75(1), 311-319.
Harris, T. & Nelson, M. (2007). Applied Organizational Communication Theory and 
Practice in a Global Environment 3rd ed., S.l.: Routledge.
Himmelstein, M & Sanchez, D. (2016). Masculinity in the doctor's office: Masculinity, 
gendered doctor preference and doctor–patient communication. Preventive Medicine, 84, 34– 
40.
Hogg, M. A. (2001). A social identity theory of leadership. Personality and Social
Psychology Review, 5(3), 184-200. 
Jones, K., King, E., Nelson, J., Geller, D. & Bowes-Sperry, L. (2013). Beyond the Business 
Case: An Ethical Perspective of Diversity Training. (Report). Human Resource Management, 
52(1), 55–74.
Jussim, L. (2012). Social perception and social reality why accuracy dominates bias and self-
fulfilling prophesy, New York: Oxford University Press.
Kastanakis, M., & Voyer, B.,(2014). The effect of culture on perception and cognition: A 
conceptual framework. Journal of Business Research, 67(4), pp.425–433.
Kozlowski, K. (2015). Culture or Teacher Bias? Racial and Ethnic Variation in Student– 
Teacher Effort Assessment Match/Mismatch. Race and Social Problems, 7(1), 43–59.
Kulik, C. & Roberson, L. (2008). Diversity initiative effectiveness: What organizations can 
(and cannot) expect from diversity recruitment, diversity training, and formal mentoring
programs. In A. P. Brief (Ed.), Cambridge companions to management. Diversity at work. 
265-317
Lang, K. & Lehmann, J. (2012), ‘Racial Discrimination in the Labor Market: Theory and 
Empirics’, Journal of Economic Literature, 50(4), 959-1006.
20
 
 
 
 
 
 
  
 
  
 
 
  
  
 
  
 
 
 
 
 
 
 
 
 
 
 
  
 
 
 
 
  
 
 
    
 
 
  
 
 
 
 
 
  
 
Lowe, F. (2013). Keeping Leadership White: Invisible Blocks to Black Leadership and Its 
Denial in White Organizations. Journal of Social Work Practice, 27(2),149–162.
Malo, V. (2000). Pacific People In New Zealand Talk About Their Experiences With Mental
Illness. Mental Health Commission Recovery Series. Mental Health Commission.
McCusker, K., & Gunaydin, S. (2014). Research using qualitative, quantitative or mixed 
methods and choice based on the research. Perfusion, 30(7), 537-542.
McLeod, A. (2008). Leadership models in the Pacific. ANU Dept. of Pacific Affairs (DPA)
formerly State, Society and Governance in Melanesia (SSGM) Program.
Meyers, M., van Woerkom, M., & Dries, N. (2013). Talent—Innate or acquired? Theoretical 
considerations and their implications for talent management. Human Resource Management 
Review, 23(4), 305-321.
Ministry of Education (2008). A Report on the Compulsory Schools Sector in New Zealand. 
An unwavering focus on lifting education standards and keeping all students engaged to 
achieve will be a critical aspect of this government’s plans for strengthening the New 
Zealand economy.
 
Ministry of Pacific Island Affairs (2010). Career Futures for Pacific Peoples. A report on 

future labour market opportunities and education pathways for Pacific peoples. New Zealand 

Government.
 
Ministry of Pacific Peoples. (2018). Contemporary Pacific Status Report. A snapshot of 

Pacific Peoples in New Zealand. New Zealand Government.
 
Minority Rights Group. (2019). Pacific Islanders - Minority Rights Group. [online] Available 

at: https://minorityrights.org/minorities/pacific-islanders/ [Accessed 11 Aug. 2019].
 
Ministry of Pacific Peoples. (2019). Welcome | Ministry for Pacific Peoples. [online]
 
Available at: https://www.mpp.govt.nz [Accessed 10 Aug. 2019].
 
Murphy, L. (2006). Leadership in New Zealand: the impact of gum boots, the haka, buzzy 

bees and number 8 wire. Central Queensland University Institutional Repository, Lindfield, 

NSW: Australian and New Zealand Academy of Management.
 
Nabobo, U. (1998). Cultural values and some implications for classroom learning in the
 
Pacific. Pacific Curriculum Network, 7(1), 18–22.
 
Nash, R. (2000). Educational Inequality: The Special Case Of Pacific Students. Social Policy
 
Journal of New Zealand, 69.
 
21
 
 
 
 
  
 
 
   
 
 
  
  
 
  
 
 
 
   
 
 
     
 
 
  
   
 
 
 
  
 
 
 
 
 
   
  
 
  
  
 
 
 
  
 
Nelson, O. (2017). Potential For Progress: Implicit Bias Training's Journey To Making
Change. Joseph Wharton Scholars. Available at 
http://repository.upenn.edu/joseph_wharton_scholars/31 
Nichols, V., (2013). Unconscious bias: are you blocking the talent pipeline? CPA Practice
Management Forum, 9(12), p.11.
Noon, M. (2018). Pointless Diversity Training: Unconscious Bias, New Racism and 
Agency. Work, Employment and Society, 32(1),198–209.
Novak, J. & Bartnikas, R. (1996). Quantitative model of a short-gap breakdown in 
air. Proceedings of 17th International Symposium on Discharges and Electrical Insulation in 
Vacuum, 1 (1), 60–64.
NZ Herald. (2002). Sense of shame is no bad thing in ethnic families. [online] Available at:
https://www.nzherald.co.nz/nz/news/article.cfm?c_id=1&objectid=3001596 [Accessed 13 
Aug. 2019].
NZ Herald. (2015). When Pacific Islanders were raided in their beds. [online] Available at:
https://www.nzherald.co.nz/nz/news/article.cfm?c_id=1&objectid=11413079 [Accessed 13 
Aug. 2019].
Ortlieb, R. & Sieben, B. (2013). Diversity Strategies and Business Logic: Why Do 
Companies Employ Ethnic Minorities? Group & Organization Management, 38(4), 480–511.
Page, S. (2007), The Difference: How the Power of Diversity Creates Better Groups, Firms, 
Schools, and Societies, Princeton University Press, Princeton.
Pasifika Futures (2017). Pasifika Peoples in New Zealand. How are we doing?. Pasifika 
Medical Association. 
Patton, M. (1990). Qualitative evaluation and research methods. Newbury Park, Calif. ; 
London: Sage169-186
Peterson, E., Rubie-Davies, C., Osborne, D. & Sibley, C. (2016). Teachers' explicit
expectations and implicit prejudiced attitudes to educational achievement: Relations with 
student achievement and the ethnic achievement gap. Learning and Instruction, 42, 123–140.
Pit-ten Cate, I., Krolak-Schwerdt, M. & Glock, S., (2016). Accuracy of teachers’ tracking
decisions: short- and long-term effects of accountability. European Journal of Psychology of 
Education, 31(2), pp.225–243.
Pringle, B., Lyons, J., & Booker, K. (2010). Perceptions of Teacher Expectations by African 
American High School Students. The Journal of Negro Education, 79(1), pp.33–40.
22
 
 
 
 
  
 
 
 
 
 
 
 
  
 
  
 
 
 
 
 
 
 
  
 
 
  
  
 
 
  
 
 
  
  
 
 
 
  
 
 
 
  
  
 
   
   
 
Rashbrooke, M. (2019). How New Zealand's rich-poor divide killed its egalitarian paradise |
Max Rashbrooke. [online] the Guardian. Available at:
https://www.theguardian.com/commentisfree/2014/dec/12/how-new-zealands-rich-poor­
divide-killed-its-egalitarian-paradise [Accessed 6 Aug. 2019].
Reid, J., (2012). The health of Pacific peoples in New Zealand. The New Zealand medical 
journal, 125(1364), 11–3.
Rosette, A., Leonardelli, G., & Phillips, K. (2008). The White Standard: Racial Bias in 
Leader Categorization. Journal of Applied Psychology, 93(4), 758–777.
Ross, T. (1994). New Zealand's 'Overstaying Islander': A Construct Of The Ideology Of 
'Race' And Immigration. Masters. University of Wellington.
Roy, E. (2019). New Zealand's most shameful secret: 'We have normalised child poverty'. 
[online] the Guardian. Available at: https://www.theguardian.com/world/2016/aug/16/new­
zealands-most-shameful-secret-we-have-normalised-child-poverty [Accessed 6 Aug. 2019].
Rudman, L., Ashmore, R., & Gary, M. (2001). “Unlearning” Automatic Biases: The 
Malleability of Implicit Prejudice and Stereotypes. Journal of Personality and Social
Psychology, 81(5),856–868.
Saunders, M., Thornhill, A & Lewis, P. (2016). Research methods for business 
students Seventh. Print. 
Semnani-Azad, Z., Sycara, K., Lewis, M & Adair, W. (2012). Stereotype and Perception 
Change in Intercultural Negotiation. 2012 45th Hawaii International Conference on System
Sciences, 899–908.
Sibley, C., Stewart, K., Houkamau, C., Manuela, S., Perry, R., Wootton, L., Harding, J., 
Zhang, Y., Sengupta, N., Robertson, A., Hoverd, William J., West - Newman, T. & Asbrock, 
F. (2011). Ethnic group stereotypes in New Zealand. New Zealand Journal of Psychology, 
40(2), 25–36.
Sibley,C., & Ward, C. (2013). Measuring the preconditions for a successful multicultural 
society: A barometer test of New Zealand. International Journal of Intercultural Relations, 
37(6), pp.700–713.
Sim, D. & Marriott, L. (2014). Indicators of Inequality for Māori and Pacific People. 
Working Papers in Public Finance. Victoria Business School.
Stangor, C., Jhangiani, R., & Tarry, H. (2014). Principles of social psychology. [online]
Available at: http://opentextbc.ca/socialpsychology/. [Accessed 21 Jan. 2020].
23
 
 
 
 
  
 
 
 
 
 
 
 
  
 
  
 
 
 
 
 
 
 
 
 
 
 
  
 
 
 
 
 
 
  
 
 
 
 
 
 
       
   
Statistics New Zealand. (2015). Major ethnic groups in New Zealand | Stats NZ. [online]
 
Available at: https://www.stats.govt.nz/infographics/major-ethnic-groups-in-new-zealand 

[Accessed 10 Aug. 2019].
 
Statistics New Zealand. (2016). Wealth patterns across ethnic groups in New Zealand | Stats 

NZ. [online] Available at: https://www.stats.govt.nz/reports/wealth-patterns-across-ethnic­
groups-in-new-zealand [Accessed 10 Aug. 2019].
 
Statistics New Zealand. (2018). One in 10 workers feels discriminated against, harassed, or 

bullied at work | Stats NZ. [online] Available at: https://www.stats.govt.nz/news/one-in-10­
workers-feels-discriminated-against-harassed-or-bullied-at-work [Accessed 11 Aug. 2019].
 
Strangor, C., Jhangiani, R. & Tarry, H. (2014). Principles of Social Psychology. 1st ed. 

Vancouver: BCcampus OpenEd, Minneapolis: Open Textbook Library
 
Stuff. (2011). Census cancelled due to quake. [online] Available at:
 
http://www.stuff.co.nz/national/christchurch-earthquake/4703612/Census-cancelled-due-to­
quake [Accessed 11 Aug. 2019].
 
Stuff. (2019a). One in seven failed to complete Census 2018, a back down from Govt 

Statistician reveals. [online] Available at:
 
https://www.stuff.co.nz/national/politics/111921805/one-in-seven-failed-to-complete­
census-2018-a-back-down-from-govt-statistician-reveals [Accessed 11 Aug. 2019]
 
Stuff. (2019b). Chief Statistician ordered by MPs to produce information on Census 2018. 
[online] Available at: https://www.stuff.co.nz/national/politics/111816324/chief-statistician­
ordered-by-mps-to-produce-information-on-census-2018?rm=m [Accessed 11 Aug. 2019].
Tandé, A. (2017). Implementing a diversity policy through public incentives: Diversity Plans 
in companies of the Brussels-Capital Region. Journal of Ethnic and Migration Studies, 
43(10),1731–1747.
Tansley, C. (2011). What do we mean by the term "talent" in talent management? Industrial 
and Commercial Training, 43(5), pp.266–274.
Tashakkori, A & Creswell, J. (2007). The New Era of Mixed Methods. Journal of Mixed 
Methods Research, 1(1),3.
The Southern Initiative (2019). Pacific Peoples Workforce Challenge: Accelerating the
advancement of Pacific people in the workforce. Ministry of Business, Innovation and 
Employment and Auckland Co-Design Lab.
Theodore, R., Taumoepeau, M., Tustin, K., Gollop, M., Unasa, C., Kokaua, J., Taylor, N.,
Ramrakha, S., Hunter, J., & Poulton, R. (2018). Pacific university graduates in New Zealand: 
24
 
 
 
 
 
 
 
 
  
 
 
     
   
 
 
  
 
 
 
  
 
 
  
 
 
 
  
 
  
  
 
 
 
  
 
 
    
   
 
 
 
  
 
what helps and hinders completion. AlterNative: An International Journal of Indigenous 
Peoples, 14(2), 138–146.
Theodore, R., Taumoepeau, M., Kokaua, J., Tustin, K., Gollop, M., Taylor, N., & Poulton, R. 
(2017). Equity in New Zealand university graduate outcomes: Māori and Pacific graduates. 
Higher Education Research and Development. doi:10.1080/07294360.2017.1344198
Thunnissen, M. & Van Arensbergen, P. (2015), “A multi-dimensional approach to talent: an 
empirical analysis of the definition of talent in Dutch academia”, Personnel Review, 44
(2),182-199.
Thunnissen, M. (2016). Talent management: For what, how and how well? An empirical 
exploration of talent management in practice. Employee Relations, 38(1), 57–72.
Tipper, S., and Bach, P. (2008). Your own actions influence how you perceive other people: 
A misattribution of action appraisals. Journal of Experimental Social Psychology, 44(4), 
1082–1090.
Trenerry, B, Franklin, H & Paradies, Y. (2012) Preventing race‐based discrimination and 
supporting cultural diversity in the workplace: an evidence review: full report. Victorian 
Health Promotion Foundation, Melbourne, Vic. 
Tripathy, J. (2013). Secondary Data Analysis: Ethical Issues and Challenges. Iranian journal
of public health, 42(12), 1478–1479.
Tuckett, A. (2005). Applying thematic analysis theory to practice: A researcher’s 
experience. Contemporary Nurse, 19(1-2), 75-87.
Walton, G., Murphy, M. & Ryan, A. (2015). Stereotype Threat in Organizations:
Implications for Equity and Performance. Annual Review of Organizational Psychology and 
Organizational Behavior, 2(1), 523-550.
Walzer, A. & Czopp, A. (2011). Able but unintelligent: including positively stereotyped 
black subgroups in the stereotype content model. The Journal of social psychology, 151(5), 
527–30.
Wilbourn, M. & Kee, D. (2010). Henry the nurse is a doctor too: Implicitly examining
children’s gender stereotypes for male and female occupational roles. Sex Roles: A Journal of 
Research, 62(9-10), 670-683.
Woo, S., O'Boyle, E., & Spector, P. (2017). Best practices in developing, conducting, and 
evaluating inductive research. Human Resource Management Review, 27(2), 255–264.
25
 
